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ABSTRACT. This study investigates the relationship between organizational culture and leadership 
styles among Local Government Unit (LGU) departments in Santo Tomas, Davao Del Norte. A 
descriptive correlational research design was employed, with data collected from 108 department 
head employees using a sample size calculator. The organizational culture questionnaire was adapted 
from Dawson et al. (2011), while the leadership style questionnaire was derived from Marx et al. 
(2015). Respondents completed the questionnaires personally distributed and collected by the 
researchers. The findings revealed a mean score of 4.45 (very high) for organizational culture and 
4.51 (very high) for leadership style. A significant positive correlation was identified between 
organizational culture and leadership styles (r = 0.573, p = 0.001), indicating that higher levels of 
organizational culture are associated with enhanced leadership styles. These results highlight the 
crucial role of organizational culture in shaping leadership behaviors within LGU departments. The 
implications of these findings are discussed about organizational development and leadership 
practices in public administration. 
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INTRODUCTION 

The relationship between organizational culture and leadership style has garnered significant 
attention in academic research and practical management over the past few decades. Leadership 
shapes organizational performance, influencing employee behaviors and overall operational 
effectiveness. According to Viernes et al. (2018), the link between these two factors has evolved, 
highlighting how leadership impacts organizational culture and work behaviors within 
organizations. Leadership styles encompass various approaches that influence others through 
motivation, guidance, and even pressure, when necessary, to drive desired behaviors and 
performance (Thanh et al., 2020; Nguyen et al., 2019). In the dynamic environment of modern 
organizations, where competitiveness is increasingly tied to adaptive leadership, effective leadership 
is critical in guiding organizational success (Yukl, 2010). 

Moreover, Stogdill (1974) notes that organizational culture establishes systems of authority 
and norms that shape employee behaviors. The alignment between leadership and organizational 
culture is particularly crucial in public administration settings, such as local government units 
(LGUs), where leaders must balance resource management, employee concerns, and community 
needs. Al-Sada et al. (2017) emphasize that leadership in contemporary, competitive environments 
poses unique challenges, demanding innovation and resilience from leaders to inspire others and 
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achieve collective goals. This study focuses on the municipality of Santo Tomas, Davao Del Norte, 
where local LGU leaders navigate complex workplace dynamics and seek to optimize leadership 
styles to foster a conducive organizational culture. 

Despite the extensive literature on leadership and organizational culture, gaps still need to be 
found, particularly in understanding how these concepts interact within local government contexts. 
In the municipality of Santo Tomas, LGU leaders face challenges ranging from managing diverse 
work environments to addressing the needs of employees and the public. Existing research has 
established a broad understanding of leadership's role in organizational effectiveness (Mitchell & 
Scott, 1987). However, there is limited empirical evidence on how leadership style and 
organizational culture specifically correlate within LGU settings. This gap is significant because it 
limits the development of effective leadership strategies tailored to the unique demands of local 
government operations. Therefore, this study explores the relationship between organizational 
culture and leadership styles in the LGU of Santo Tomas, Davao Del Norte, addressing the need 
for evidence-based management approaches in public administration. 

Research on leadership styles and organizational culture has demonstrated their significant 
impact on organizational performance. Thanh et al. (2020) and Nguyen et al. (2019) have shown 
that leadership is critical in driving organizational activities and influencing strategic direction and 
daily operations. Additionally, Stogdill (1974) and Yukl (2010) emphasize the role of leadership in 
aligning individual and collective efforts to achieve shared organizational goals. Within 
organizational culture, Aydin (2018) highlights that culture encompasses shared assumptions, 
values, and behaviors, all of which are shaped by leadership styles. However, existing studies, such 
as those by Ogbonna and Harris (2000), indicate that while there is a correlation between leadership 
style and organizational culture, the specific mechanisms and conditions under which this 
relationship thrives, particularly in LGU settings, still need to be explored. This study addresses 
this gap by examining the relationship between these variables in the public sector. 

This research contributes to the existing body of knowledge by focusing on an understudied 
context: the local government units of Santo Tomas, Davao Del Norte. Unlike previous studies, 
which have primarily focused on private sector organizations or broader government settings, this 
study examines the correlation between leadership styles and organizational culture within LGUs, 
offering new insights into how leadership can be optimized to improve public administration 
practices. The novelty of this study lies in its localized approach, addressing the unique challenges 
and opportunities faced by LGU leaders in the Philippines, particularly in terms of leadership styles 
that align with organizational culture to enhance management effectiveness. 

Understanding the relationship between organizational culture and leadership style in local 
government is crucial for developing effective management strategies. The findings from this study 
are expected to provide valuable insights for LGU leaders in Santo Tomas and other similar 
settings, helping them refine their leadership approaches to foster a positive organizational culture. 
This study also has broader implications for public administration, offering evidence-based 
recommendations for improving leadership effectiveness in managing public resources and 
addressing the needs of employees and community needs. The practical significance of this research 
lies in its potential to inform policy development and leadership training programs that target LGU 
departments. The primary objective of this study is to establish the relationship between 
organizational culture and leadership styles in LGU Santo Tomas, Davao Del Norte. Specifically, 
the study seeks to answer the following research questions: What is the level of organizational 
culture in terms of management principles, customer relationships, job variety, and job satisfaction? 
Furthermore, what is the level of leadership style in participatory, task-oriented, and employee-
oriented leadership? Is there a significant correlation between organizational culture and leadership 
style in LGU Santo Tomas, Davao Del Norte?  
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METHOD 

This study employed a descriptive-correlational research design to examine the relationship 
between organizational culture and leadership style among departments within the Local 
Government Unit (LGU) of Santo Tomas, Davao Del Norte. The research methodology included 
the research design, locale, subjects, instruments, data collection procedures, and the statistical 
techniques used for data analysis. 

Research Design 

A descriptive-correlational design was used to describe the respondents' perceptions of 
organizational culture, leadership styles, and their effects on overall performance. This approach 
allowed for investigating relationships between organizational culture and leadership styles, 
providing insights into how these factors influence performance (Bautista, 2023). The study relied 
on quantitative techniques, which involved collecting numerical data through surveys and 
questionnaires, followed by statistical analysis to interpret the findings. Quantitative research aims 
to generalize data across populations or explain specific phenomena using numerical and statistical 
methods (Babbie, 2018). The descriptive-correlational design was deemed suitable for this research 
as it facilitated an understanding of the levels of relationship between the variables while also 
revealing any differences or similarities in respondents' opinions. 

Research Subjects 

The study was conducted in the LGU municipality of Santo Tomas, specifically on Feeder 
Road 3, Santo Tomas, Davao Del Norte, Philippines. The respondents included head officers and 
leaders from various departments of the LGU. A total of approximately 100 respondents were 
selected through universal sampling. According to Richard and Margaret (1990), universal sampling 
is employed when the likelihood of each being chosen is not equal and the probability of selection 
is unknown. This sampling strategy ensured that the study captured sufficient data from upper 
management and branch divisions to test the research hypothesis effectively. 

Table 1: Distribution of Respondents by LGU Offices/Departments 

LGU offices/Department Sample Percentage 

Department A 7 0.07% 
Department B 10 0.10% 
Department C 10 0.10% 
Department D 7 0.07% 
Department E 5 0.05% 
Department F 10 0.10% 
Department G 7 0.07% 
Department H 9 0.09% 
Department I 10 0.10% 
Department J 5 0.05% 
Department K 10 0.10% 
Department L 5 0.05% 
Department M 5 0.05% 

Total 100 1.63% 

Research Instruments 

This study utilized two adapted research instruments, carefully selected and modified to align 
with the research objectives. The first instrument measured Organizational Culture (OC) and was 
adapted from Dawson et al.'s (2011). This instrument, used to assess the independent variable, 
consisted of 20 items categorized into four dimensions: management concepts (5 items), customer 
relationships (5 items), job diversity (5 items), and job satisfaction (5 items). Respondents rated their 
agreement with each item using a 5-point Likert scale, where five represented "strongly agree," 4 
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"agree," 3 "moderately agree," 2 "disagree," and 1 "strongly disagree." The second instrument 
measured Leadership Style (LS) and was adopted from Marx's (2015). This instrument, used to 
assess the dependent variable, comprised 15 items divided into three key dimensions: participatory 
(5 items), task-oriented (5 items), and employee-oriented (5 items). Respondents rated their 
agreement with each statement using a 5-point Likert scale, with response options ranging from 5 
("strongly agree") to 1 ("strongly disagree"). 

Statistical tools 

The statistical methods employed in this study included the use of mean and Pearson 
correlation coefficient (r), both at a significance level of 0.05. The mean was utilized to evaluate the 
levels of organizational culture and leadership style among LGU departments in Santo Tomas, 
Davao del Norte, addressing the first two research questions. The Pearson r was applied to assess 
the strength and direction of the correlation between organizational culture and leadership style. As 
described by Turney (2022), the Pearson r ranges from -1 to 1, with values closer to 1 indicating a 
strong positive correlation and values closer to -1 signifying a strong negative correlation. 

RESULT AND DISCUSSION  

Result 

Level of Organizational Culture in Terms of Management Principles 

The results, as presented in Table 2, reveal the level of organizational culture concerning 
management principles. The highest-rated item, "The organization's management supports, empowers, and 
rewards its employees," achieved an average score of 4.57, indicating a very high level of agreement 
among respondents. It was closely followed by the item "Our organization has a focus on employee 
retention," with a mean score of 4.52, also rated very high. Despite being the lowest-rated item, "Our 
management constantly reinforces the company's culture" still received a mean score of 4.24, maintaining the 
descriptive equivalent of very high. These results suggest that the management principles within 
the organization are perceived positively across all indicators, emphasizing strong support for 
employee empowerment and retention. However, there is a slightly lower emphasis on consistently 
reinforcing company culture. 

Table 2: Level of Organizational Culture in terms of Management Principles 

Items SD Mean 
Descriptive 
Equivalent 

1. Our department/the organization is an employee-focused. 0.66 4.47 Very High 
2. The organization's management supports, empowers, and rewards its 

employees. 
0.64 4.57 Very High 

3. Our management practices the motto: “Treat others as I wish to be treated”. 0.66 4.44 Very High 
4. Our organization has a focus on employee retention. 0.67 4.52 Very High 
5. Our management constantly reinforces the company’s culture. 0.73 4.24 Very High 

Category 0.67 4.45 Very High 

The degree level in organizational culture regarding management principles has an average 
of 4.45 and a descriptive equivalent of very high. Moreover, it demonstrates that organizational 
culture in the context of management principles is always present. Furthermore, the standard 
deviation of 0.67 (SD) in the category mean demonstrates the stability of the response to the 
indicator. These findings underscore the organization's commitment to implementing effective 
management principles. The high level of consistency in responses indicates a widespread 
recognition and adherence to these principles across various departments and levels within the 
organization. However, it is essential to recognize that there may still be areas for improvement 
and refinement. 
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Level of Organizational Culture in terms of Customer Relationship 

The assessment of organizational culture concerning customer relationships is presented in 
Table 3. The item with the highest mean score of 4.52, “Empathy has a significant influence on customer 
relationship,” indicates a very high perception among respondents regarding the importance of 
empathy in fostering customer relationships. Closely following this, the statement “As an 
organization, we collaborate to influence customers that we adhere to different cultures” received an average score 
of 4.51, reflecting a very high level of agreement. Conversely, “Our department/organization line of 
business is rendering quality service to customers/clients” recorded the lowest mean of 4.35, yet it still falls 
within the very high category. These results underscore the critical role of empathy and cultural 
collaboration in enhancing customer relationships within the organization. 

Table 3: Level of Organizational Culture in terms of Customer Relationships 

Items SD Mean 
Descriptive 
Equivalent 

1. Our department/organization line of business is rendering quality service to 
customers/clients. 

0.73 4.35 Very High 

2. We use feedback and report surveys to strengthen our team and improve 
services. 

0.64 4.43 Very High 

3. As an organization we collaborate to influence customers that we adhere to 
different cultures. 

0.69 4.51 Very High 

4. Empathy has a significant influence on customer relationships. 0.63 4.52 Very High 
5. Our organizational and leadership strategy has influenced quick response to 

clients/customer needs. 
0.61 4.49 Very High 

Category 0.66 4.46 Very High 

Regarding customer relationships, the level of organizational culture in the category mean is 
4.46, with a descriptive equivalent of extremely high. It demonstrates that the company culture 
regarding customer connections is always present. Furthermore, the category mean has a standard 
deviation of 0.66 (SD), indicating that measurements of organizational culture diversity regarding 
customer relationships are close to the average. The findings reveal that it is always manifested that 
empathy has a significant influence on customer relationships. Furthermore, it always manifests 
that an organization collaborates to influence customers who adhere to different cultures. 
Moreover, it is also always manifested that the department/organization line of business renders 
quality service to customers/clients. 

Level of Organizational Culture in terms of Job Variety 

Table 4 shows the level of organizational culture in terms of job variety. The item “Multiple 
Job/Task influences the culture and work environment for us employees.” has the highest mean of 4.50. It is 
followed by the item “Our organization ensures that having fair work to influence responsibility.” Moreover, 
“The use of strategy over experience develops us to support anyone,” with a mean of 4.45. Moreover, both 
means have a descriptive equivalent of very high. On the other hand, the item “Motivational leadership 
style promotes positivity in running multiple tasks.” has the lowest mean of 4.36 but still has a descriptive 
equivalent of very high. 

Table 4: Level of Organizational Culture in terms of Job Variety 

Items SD Mean 
Descriptive 
Equivalent 

1. Having multiple tasks influences flexibility in terms of work environment 
aspects 

0.70 4.39 Very High 

2. Our organization ensures that having fair work to influence responsibility 0.66 4.45 Very High 
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3. The use of strategy over experience develops us to support anyone within the 
organization. 

0.64 4.45 Very High 

4. Multiple jobs/task influences the culture and work environment for us 
employees. 

0.63 4.50 Very High 

5. Motivational leadership style promotes positivity in running multiple tasks. 0.61 4.36 Very High 

Category 0.65 4.43 Very High 

The degree of organizational culture regarding job variety has a mean of 4.43, with an 
equivalent description of very high. This shows that organizational culture regarding job diversity 
is always present. Furthermore, the category mean has a standard deviation of 0.65 (SD), indicating 
that measurements of organizational culture diversity regarding job variety are close to the average. 
It demonstrates that organizational culture produced uniformity in the target's responses in this 
indicator. 

Level of Organizational Culture in terms of Job Satisfaction 

Table 5 depicts the degree of organizational culture regarding job variety. The item “Bonuses 
and other honorariums influence work and satisfaction in our organization.” has the highest mean of 4.54. It 
is followed by the item “As leaders and with our organization, we ensure our health over work which influences 
satisfactory levels for the job.” with a mean of 4.51. Moreover, both have an equivalent description of 
very high. The item “Our organization provides many opportunities to ensure positive levels in terms of 
satisfaction.” has the lowest mean of 4.36 but still has an equivalent description of very high. 

Table 5: Level of Organizational Culture in terms of Job Satisfaction 

Items SD Mean 
Descriptive 
Equivalent 

1. As leaders and with our organization, we ensure our health over work 
which influences satisfactory levels for the job. 

0.60 4.51 Very High 

2. Bonuses and other honorariums influence work and satisfaction in our 
organization. 

0.63 4.54 Very High 

3. There is an entrepreneurial spirit among leaders to enhance the 
organization’s contentment. 

0.72 4.38 Very High 

4. Our organization provides many opportunities to ensure positive levels 
in terms of satisfaction 

0.66 4.36 Very High 

5. Our organization treats mistakes as opportunities to learn and grow and 
influences satisfaction to passion in service. 

0.67 4.44 Very High 

Category 0.65 4.45 Very High 

The mean degree of organizational culture regarding job satisfaction is 4.45, and the 
equivalent description is very high. It demonstrates that the company culture regarding work 
satisfaction is always present. Furthermore, the category mean has a standard deviation of 0.65 
(SD), indicating that measurements of variability in organizational culture in terms of work 
satisfaction are close to the mean. It demonstrates that organizational culture resulted in the 
consistency of responses in this indicator. 

Summary of Level of Organizational Culture 

Table 6 depicts the level of organizational culture. The indicator “Customer Relationship” has 
the highest mean of 4.46, while “Job Variety” has the lowest mean of 4.43 both means have an 
equivalent description of very high. The summary levels of organizational culture and its indicators 
in the table show an overall category mean of 4.45 with a very high equivalent description, which 
interprets that organizational culture is always manifested. The indicated standard deviation of 0.66 
(SD<1.00) indicates the similarities of response to the indicators. The results further imply that the 
indicators correlate with the variable on the variety of responses, and it is highly evident that 
organizational culture is a crucial part of the ideas of each person or employee within the 
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department. It is also evident that the management and the organization partake in it and see that 
everyone has strong connections with the employees and the work environment. 

Table 6: Summary of Level of Organizational Culture 

Indicators SD Mean 
Descriptive 
Equivalent 

1. Management Principles 0.67 4.45 Very High 
2. Customer Relationships 0.66 4.46 Very High 
3. Job Variety 0.65 4.43 Very High 
4. Job Satisfaction 0.65 4.45 Very High 

Category 0.66 4.45 Very High 

The data above implies that it is always manifested that employees have a customer 
relationship. Further, the result also indicates that management principles are crucial to employees 
and the organizational culture. Additionally, it is always manifested that job variety can exist in the 
organization. 

Level of Leadership Style in terms of Participatory 

Table 7 depicts the degree of leadership style regarding participation. Items: “I abide by formal 
decisions, so we follow proper procedures.” Furthermore, “I highly respect my subordinates therefore I am passionate 
and extra on my job so I may serve as an example.” Both have the highest mean of 4.52, which is equivalent 
to tola e the item “consulting with subordinates when facing a problem is a must to get to know them better.” 
with a mean of 4.38, has the lowest mean of 4.24 but still has an equivalent description of very 
high. 

Table 7: Level of leadership style in terms of Participatory 

Items SD Mean 
Descriptive 
Equivalent 

1. As a Leader, I invite the subordinates /organization employees to 
participate in decision-making to enhance the cooperativeness of every 
employee. 

0.67 4.48 Very High 

2. I encourage subordinates to make suggestions for improvement. 0.64 4.47 Very High 
3. Consulting with subordinates when facing a problem is a must to get to 

know them better. 
0.74 4.38 Very High 

4. I abide by formal decisions, so we follow proper procedures. 0.66 4.52 Very High 
5. I highly respect my subordinates, therefore, I am passionate and extra on 

my job so I may serve as an example. 
0.63 4.52 Very High 

Category 0.67 4.47 Very High 

The category mean for participative leadership style is 4.47, with a descriptive equivalent of 
Very High. It displays a high degree of leadership style in terms of engagement. Furthermore, the 
category mean's standard deviation of 0.67 (SD) suggests a very high and consistent participative 
leadership style. This level implies that leadership participation within the organization or 
department has influential relations that connect to the variable and develop the organization 
through further cooperation and connections for the employees. However, despite the overall high 
level of participation, there are instances where some individuals may tend to work autonomously, 
leading to potential miscommunications. Nevertheless, the prevailing belief is that cooperation 
remains generally high, with leaders often accommodating those who may not fully engage. 
Organizations must address any instances of isolated work behavior and reinforce the importance 
of collaborative efforts to maximize the benefits of participatory leadership. 
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Level of Leadership Style in terms of Task-Oriented 

Table 8 depicts the level of leadership style regarding task-oriented. The item “I ensure to give 
the organization’s employees detailed instructions for each task” has the highest average of 4.57 followed by 
the item “I develop strong strategies that influence the management style in dealing with certain tasks.” with an 
average value of 4.56.  Both items have an equivalent description of being very high while the item 
“I ensure to give the organization employees goals to accomplish.” That has the lowest mean of 4.38. 
Nevertheless, it still has an equivalent description of very high. 

Table 8: Level of leadership style in terms of Task-oriented 

Items SD Mean 
Descriptive 
Equivalent 

1. I ensure to give the organization’s employees specific tasks to perform. 0.63 4.54 Very High 
2. I ensure to give the organization employees goals to accomplish.  0.71 4.38 Very High 
3. I ensure to give the organization’s employees detailed instructions for each task 0.59 4.57 Very High 
4. I develop strong strategies that influence the management style in dealing with 

certain task problems. 
0.66 4.56 Very High 

5. I set high standards to influence others in the organization to perform 
according to the task. 

0.70 4.46 Very High 

Category 0.66 4.50 Very High 

The category mean for task-oriented leadership style is 4.50, with an equivalent description 
of Very High. It demonstrates the extent to which the leadership style is task-oriented. Moreover, 
the standard deviation of 0.66 (SD) in the category mean indicates that the measure of leadership 
style in task orientation is very high and always manifested. This level implies that task orientation 
by leaders within the organization or department has influential relations to develop the 
organization by further cooperation. 

Level of Leadership Style in terms of Employee-Oriented 

Table 9 depicts the degree of leadership style regarding employee orientation. The item "I am 
good at adapting to different situations to influence and adapt culture to the work environment for the workers." 
Have the highest mean of 4.64 followed by "I ensure determination to push projects forward and get good 
results to open opportunities for the organization and employees." with a mean average of 4.60. Both items 
have an equivalent description of very high. The item "I show concern for our organizations and the people 
within them, ensuring the priorities in terms of work ethics for good management" has the lowest mean of 4.38, 
but it still has a descriptive equivalent of very high. 

Table 9: Level of leadership style in terms of Employee-oriented 

Items SD Mean 
Descriptive 
Equivalent 

1. I get to know our subordinates and employees individually to view different 
Ideas to improve job performance.  

0.56 4.54 Very High 

2. I show concern for our organizations and the people within it ensuring the 
priorities in terms of work ethics for good management. 

0.70 4.49 Very High 

3. I encourage my followers to work together and promote a healthy work 
environment. 

0.63 4.55 Very High 

4. I am good at adapting to different situations to influence and adapt culture 
to the work environment for the workers.  

0.58 4.64 Very High 

5. I ensure determination to push projects forward and get good results to open 
opportunities for the organization and employees. 

0.59 4.60 Very High 

Category 0.61 4.56 Very High 

The category mean for employee-oriented leadership style is 4.56, with a descriptive 
equivalent of Very High. It demonstrates the extent to which the leadership style is task-oriented. 
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Furthermore, the category mean has a standard deviation of 0.61 (SD), indicating that 
measurements of leadership style in terms of employee orientation are high and are constantly 
exhibited. 

Summary of Level of Leadership Style 

Table 10 shows the summary levels of leadership style and its indicators. The overall category 
mean is 4.51, with an equivalent description of very high, indicating that leadership style is always 
present. The standard deviation of 0.65 (SD<1.00) indicates the similarities of response to the 
indicators. The results further imply that the indicators correlate with the variable on the variety of 
responses, and it is highly evident that leadership style is these results imply a strong correlation 
between the indicators and the leadership style variable, with responses showing a variety of 
perspectives. Leadership Style is profoundly ingrained and influential within the organizational 
context. 

Table 10: Summary of level of leadership style 

Indicators SD Mean Descriptive Equivalent 

1. Participatory 0.67 4.47 Very high 
2. Task-oriented 0.66 4.50 Very high 
3. Employee-oriented 0.61 4.56 Very high 

Category 0.65 4.51 Very high 

Overall, the findings highlight the robustness and prevalence of leadership style within the 
organization, suggesting a solid foundation for leadership practices and its impact on organizational 
dynamics and outcomes. Further exploration into specific aspects of leadership style and its effects 
on employee engagement, performance, and organizational culture could provide valuable insights 
for enhancing leadership effectiveness and success. 

Significance 

Table 11 shows the relationship between organizational culture and leadership style among 
LGU Departments in the Municipality of Santo Tomas, Davao del Norte. 

Table 11: Significance of the relationship between Organizational Culture and Leadership Style  

Variables Correlated r p-value 
Decision on 

Ho 

Decision on 
Relationship 

Organizational Culture and Leadership Style 0.573 .001 Reject Significant 

The correlation between organizational culture and leadership style among LGU 
Departments in the Municipality of Santo Tomas, Davao del Norte, showed that Organizational 
Culture has a significant relationship with Leadership style among LGU departments (p<0.05) with 
an R-value of 0.573. Therefore, the null hypothesis is rejected. The correlation between the two 
variables is positive, and their p-values are less than the 0.05 significance level, suggesting that the 
variables are significant. These results underscore the importance of aligning leadership style with 
the existing organizational culture to foster synergy and maximize organizational effectiveness. 

Discussion 

The findings of this study align with the theoretical perspectives presented by Kurtessis et al. 
(2017), who emphasized that solid organizational support, such as higher compensation and 
bonuses, enhances employees' sense of responsibility towards the organization. When employees 
feel supported, they are more likely to invest in the company by acquiring new skills, taking 
initiative, and working proactively, all of which contribute to improved performance. It is further 
reinforced by Alshurideh et al. (2020), who highlighted the increasing recognition among managers 



Jemar B. Abenoja, Dhamian John C. Blase, Ronald E. Almagro 

178  Tarbawi: Jurnal Keilmuan Manajemen Pendidikan, Vol. 10, No. 02, 2024, 169-184 

that employees are valuable assets whose contributions significantly influence a company's 
profitability. The importance of retaining existing employees is underscored by research from 
Alzoubi et al. (2020) and Alshurideh (2019), which showed that maintaining current staff not only 
aids in customer retention but also reduces operational costs. These findings demonstrate the 
pivotal role of effective management in fostering a supportive organizational culture, which leads 
to better employee performance and overall organizational success. 

These findings are backed by Mayshak et al.'s (2017) hypothesis, which states that Employee 
empathy is related to the capacity to participate in positive customer actions, such as interpersonal 
care or mental transmission. In addition to studying Ilies, L. et al. (2017) stated that excellence 
means anything in almost all sectors: about various components of organizational culture, quality 
culture entails establishing or changing, influencing the views and values of the staff members of 
the company regarding the understanding that everything within the organization must be done 
correctly the first time, every time and that all activities within the organization must be 
continuously improved by involving every member of the organization in achieving and enhancing. 

The results indicate that the interplay of multiple tasks significantly influences both the 
organizational culture and the work environment experienced by employees. This dynamic 
underscores the organization's commitment to fostering fairness in job responsibilities, cultivating 
a sense of accountability, and encouraging the strategic application of skills over mere experience. 
Moreover, a motivational leadership style has enhanced positivity in managing various tasks, 
creating an environment conducive to productivity and engagement. Satyvendra (2019) supports 
this notion, suggesting that employees assess their performance based on specific circumstances 
and events, allowing them to operate optimally. This emphasis on adaptability and situational 
awareness reinforces the importance of a supportive organizational culture that empowers 
employees to thrive amid diverse responsibilities. 

The findings highlight the significant impact of bonuses and other forms of compensation 
on employee work satisfaction within the organization. This underscores leadership's commitment 
to prioritize employee well-being alongside work responsibilities, which in turn positively 
influences job satisfaction levels. Additionally, the organization consistently offers various 
opportunities that foster a supportive and motivating work environment. These results align with 
the two-factor theories of motivation and hygiene, suggesting that employee perks and favorable 
working conditions are critical to enhancing job satisfaction (Hermina, 2019). The findings indicate 
that employee benefits significantly influence motivation, subsequently affecting overall 
performance. A well-structured incentive package can enhance employees' commitment to their 
roles and reinforce their sense of value within the organization. Indarti et al. (2017) assert that the 
reward levels provided by an institution play a pivotal role in determining job satisfaction and 
employee performance. Moreover, employers' role in enhancing employee employability is crucial, 
especially for those with limited experience. Ojiaku et al. (2018) emphasize that employment can 
be a valuable opportunity for these individuals, as it allows them to acquire essential skills and 
knowledge through practical engagement. These insights suggest that a robust framework of 
rewards and support can significantly elevate employee satisfaction and performance, ultimately 
contributing to a positive organizational culture. 

These findings are supported by the works of (Ridwan et al., 2021). Companies can develop 
long-term client connections by providing higher consumer value and satisfaction. Companies then 
seek to engage clients and maintain lucrative customer relationships. Organizations will only 
succeed if customers are engaged and successful connections are created and managed 
appropriately (Sarkum & Syamsuri, 2021). According to Davidescu et al. (2020), organizations must 
be proactive to affect organizational performance and promote employee well-being via work 
satisfaction and organizational commitment. Furthermore, Sylvester et al. (2018) demonstrated that 
perceived variety of tasks can influence independent motivation and behavior during exercise when 
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individuals experience low levels of need fulfillment in the exercise situation, emphasizing the 
predictive significance of perceived work variety. 

The findings of this study are consistent with the perspectives outlined by Hayat Bhatti et al. 
(2019), who argue that participative decision-making cultivates an environment where employees 
are encouraged to express their ideas and suggestions openly. In this framework, the leader assumes 
the role of a coach, facilitating open communication that allows all employees to contribute 
valuable insights during decision-making. Participative leaders foster a sense of ownership and 
commitment among their teams by empowering employees and removing barriers to achieving 
desired outcomes. The impact of a participative leadership style extends beyond immediate 
decision-making; it offers employees the opportunity to engage actively in shaping their work 
environment. Leaders who promote autonomy in setting work schedules, support skill 
enhancement, and conduct fair performance evaluations significantly enhance employees' career 
advancement prospects (Yao et al., 2019). Moreover, Akpoviroro et al. (2018) highlight that 
implementing participative management styles can bolster employee morale. A conducive and 
harmonious industrial environment is nurtured in workplaces where employees are actively 
involved in decision-making processes that affect their work and performance. 

The findings indicate that despite the organization's overall strong task orientation, some 
individuals may occasionally fail to comply with assigned tasks, potentially posing risks to service 
delivery. However, the prevailing culture of cooperation and respect for tasks remains high, with 
leaders often accommodating those less engaged. This situation highlights the need for 
organizations to proactively address such behavior and emphasize the importance of collaboration 
to leverage the benefits of task orientation fully. This perspective aligns with Grant's (2020) 
argument that performance goals, which focus on task execution, are often driven by a desire to 
excel, receive positive evaluations, or outperform peers in competitive settings. Motivation plays 
an even more significant role in influencing innovative work behavior as task complexity increases. 
Coelho et al. (2018) emphasize that employees often find complex tasks motivating, prompting 
them to acquire new knowledge, skills, and creative abilities. Therefore, organizations should 
reinforce collaborative efforts and motivate employees to embrace challenging tasks, fostering 
individual and organizational growth. 

This level implies that employee orientation by leaders within the organization or department 
has influential relations to develop. However, the prevailing belief is that cooperation to maintain 
employee orientation or self-respect towards the jobs or tasks remains generally high. Employees 
tend to prefer personal space and often don’t trust others easily, with leaders often accommodating 
those who may not fully engage. Organizations must address any instances of this work behavior 
and reinforce the management dealt with. These results are supported by Indahingwati et al. (2019), 
who stated that motivation plays a critical role in ensuring that employees perform the assigned 
tasks following the operational standards set by the company. It serves as the driving force that 
empowers individuals to act toward achieving specific goals. Motivated employees tend to exhibit 
a stronger preference for autonomy and freedom in work and are inherently more self-motivated 
than their less motivated counterparts. This inclination toward autonomy and self-motivation 
enables motivated employees to benefit more from development opportunities (Paais et al., 2020). 
Implementing work discipline for employees is intended to foster a culture where employees are 
motivated and inclined to adhere to various standards or rules established within the company. 

These findings are supported by the ideas of Akpoviroro et al. (2018), who stated that 
Leadership plays a pivotal role in shaping subordinates' job performance by cultivating higher levels 
of trust in supervisors, particularly among employees in non-managerial roles. Participative leaders 
achieve this by offering opportunities and support for subordinates to assume responsibility and 
participate in decision-making processes. It develops efficient confidence among subordinates by 
creating a solid emotional bond between leaders and team members. It shows that followers with 
a coordinated orientation prefer to vocalize and resolve concerns to improve the managers' sense 
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of support, motivation, and efficacy in attaining goals. In contrast, Passive followers are seen by 
leaders as less motivational, encouraging, and helpful in achieving goals due to their increased 
propensity to delegate upward and less vocalization (Carsten et al., 2018). 

In line with Hosseini et al. sal.'s (2020) findings, a positive and substantial correlation was 
discovered between leadership style and organizational culture, indicating a direct and positive 
association between these two factors. It shows that changes in leadership style typically occur with 
similar changes in organizational culture, which move in the same direction. Furthermore, 
leadership is less responsive to subordinates ' desires. Many early experts propose that leaders 
establish a corporate culture that encourages workers' creativity and innovation. A recent leadership 
study states that leaders are vital in developing an organization's creative culture. Consequently, 
organizations require compelling leadership to proficiently gather, integrate, acquire, and apply 
contemporary knowledge and creative ideas to foster employees' knowledge creation and utilization 
(Naqshbandi et al., 2019). 

CONCLUSION 

In conclusion, this study has demonstrated a significant and positive correlation between 
organizational culture and leadership style among LGU departments in Santo Tomas, Davao del 
Norte. Customer relationships emerged as the highest aspect of organizational culture, followed 
closely by management principles and job satisfaction, all rated highly. Similarly, the employee-
oriented leadership style was the most prevalent, followed by task-oriented and participative styles. 
These findings suggest that a solid organizational culture significantly influences leadership styles 
within the local government, contributing valuable insights to educational management by 
highlighting the importance of cultivating a positive corporate culture to enhance leadership 
effectiveness. 

BIBLIOGRAPHY 

Aga, D. A. (2016). Transactional leadership and project success: The moderating role of goal clarity. 
Procedia Computer Science, 100, 517-525. https://doi.org/10.1016/j.procs.2016.09.190  

Akpoviroro, K. S., Kadiri, B., & Owotutu, S. O. (2018). Effect of participative leadership style on 
employee’s productivity. International Journal of Economic Behavior (IJEB), 8(1), 47-60. 
https://doi.org/10.14276/2285-0430.1927  

Al Khajeh, E. H. (2018). Impact of leadership styles on organizational performance. Journal of human 
resources management research, 1-10. 

Al-Sada, M., Al-Esmael, B., & Faisal, M. N. (2017). Influence of organizational culture and 
leadership style on employee satisfaction, commitment and motivation in the educational 
sector in Qatar. EuroMed Journal of Business, 12(2), 163-188. https://doi.org/10.1108/emjb-
02-2016-0003  

Alshurideh, D. M. (2019). Do electronic loyalty programs still drive customer choice and repeat 
purchase behaviour?. International Journal of Electronic Customer Relationship Management, 12(1), 
40-57. https://doi.org/10.1504/ijecrm.2019.098980  

Alshurideh, M., Gasaymeh, A., Ahmed, G., Alzoubi, H., & Kurd, B. (2020). Loyalty program 
effectiveness: Theoretical reviews and practical proofs. Uncertain Supply Chain Management, 
8(3), 599-612. 

Alzoubi, H. M., & Inairat, M. (2020). Do perceived service value, quality, price fairness and service 
recovery shape customer satisfaction and delight? A practical study in the service 
telecommunication context. Uncertain supply chain management, 8(3), 579-588. 
https://doi.org/10.5267/j.uscm.2020.2.005  

Arenofsky, J. (2017). Work–life balance. Bloomsbury Publishing USA. 

https://doi.org/10.1016/j.procs.2016.09.190
https://doi.org/10.14276/2285-0430.1927
https://doi.org/10.1108/EMJB-02-2016-0003
https://doi.org/10.1108/EMJB-02-2016-0003
https://doi.org/10.1504/IJECRM.2019.098980
https://doi.org/10.5267/j.uscm.2020.2.005


 Organizational Culture and Leadership Style Among Local Government Unit of Davao del Norte, Philippines 

Tarbawi: Jurnal Keilmuan Manajemen Pendidikan, Vol. 10, No. 02, 2024, 169-184  181 

Aydın, B. (2018). The role of organizational culture on leadership styles. MANAS Sosyal 
Araştırmalar Dergisi, 7(1), 267-280.  

Babbie, E. (2018). Organizing Your Social Sciences Research Paper. 
Banerjee, A. (2019). Failure of employee retention and its consequences on organization through 

content analysis. International Journal of Research-Granthaalayah, 7(3), 200-207. 
Bautista, M. P. J. T., & Uy, C. (2023). The effects of organizational culture and leadership style on 

organizational performance in times of COVID-19 pandemic. Review of Integrative Business and 
Economics Research, 12(1), 175-194. 

Carsten, M. K., Uhl-Bien, M., & Huang, L. (2018). Leader perceptions and motivation as outcomes 
of followership role orientation and behavior. Leadership, 14(6), 731-756. 
https://doi.org/10.1177/1742715017720306  

Citeman, (2008). Institutionalization: A Forerunner of Culture. Sree Rama: Human Resource 
Management. December 2. 

Coelho, F. J., Lages, C. R., & Sousa, C. M. (2018). Personality and the creativity of frontline service 
employees: linear and curvilinear effects. The International Journal of Human Resource Management, 
29(17), 2580-2607. https://doi.org/10.1080/09585192.2016.1255982 

 Crichton, J., Paige, M., Papademetre, L., & Scarino, A. (2004). Integrated resources for intercultural 
teaching and learning in the context of internationalisation in higher education. Research Centre 
for Languages and Cultures Education, University of South Australia, 216. 

Davidescu, A. A., Apostu, S. A., Paul, A., & Casuneanu, I. (2020). Work flexibility, job satisfaction, 
and job performance among Romanian employees—Implications for sustainable human 
resource management. Sustainability, 12(15), 6086. https://doi.org/10.3390/su12156086 

Dawson, M., Abbott, J., & Shoemaker, S. (2011). The hospitality culture scale: A measure 
organizational culture and personal attributes. International Journal of Hospitality 
Management, 30(2), 290-300. https://doi.org/10.1016/j.ijhm.2010.10.002 

DeCaro, N. E. (2005). An investigation of the relationship of initiating structure, consideration and gender 
perception: An examination of the path-goal theory. Capella University. 

Devi, B., Pradhan, M. S., Gurung, M. S., Giri, M. D., Lepcha, M. N., Basnett, M. S., & Chettri, M. 
N. Application of item analysis to evaluate the characteristics of items of the test: qualitative and quantitative 
techniques, 12(Special Issue 5), 418 – 426. https://doi.org/10.31838/ecb/2023.12.si5.049   

Doan, T. T. T., Nguyen, L. C. T., & Nguyen, T. D. N. (2020). Emotional intelligence and project 
success: The roles of transformational leadership and organizational commitment. The Journal 
of Asian Finance, Economics and Business, 7(3), 223-233. 
https://doi.org/10.13106/jafeb.2020.vol7.no3.223  

Drucker, P. F. (1974). Management: Tasks, responsibilities, practices. New York.  
El Omda, S., & Sergent, S. R. (2021). Standard deviation. 

https://europepmc.org/article/NBK/nbk574574  
Eskiler, E., Ekici, S., Soyer, F., & Sari, I. (2016). The relationship between organizational culture 

and innovative work behavior for sports services in tourism enterprises. Physical culture and 
sport. Studies and research, 69(1), 53-64. https://doi.org/10.1515/pcssr-2016-0007 

Graham, J. (1997). Outdoor leadership: Technique, common sense & self-confidence. The Mountaineers 
Books. 

Grant, A. M. (2020). An integrated model of goal‐focused coaching: an evidence‐based framework 
for teaching and practice. Coaching researched: A coaching psychology reader, 115-139. 
https://doi.org/10.1002/9781119656913.ch7 

Harwiki, W. (2016). The impact of servant leadership on organization culture, organizational 
commitment, organizational citizenship behaviour (OCB) and employee performance in 
women cooperatives. Procedia-Social and Behavioral Sciences, 219, 283-290. 
https://doi.org/10.1016/j.sbspro.2016.04.032 

Hayat Bhatti, M., Ju, Y., Akram, U., Hasnat Bhatti, M., Akram, Z., & Bilal, M. (2019). Impact of 
participative leadership on organizational citizenship behavior: Mediating role of trust and 

https://doi.org/10.1177/1742715017720306
https://doi.org/10.1080/09585192.2016.1255982
https://doi.org/10.3390/su12156086
https://doi.org/10.1016/j.ijhm.2010.10.002
https://doi.org/10.31838/ecb/2023.12.si5.049
https://doi.org/10.13106/jafeb.2020.vol7.no3.223
https://europepmc.org/article/NBK/nbk574574
https://doi.org/10.1515/pcssr-2016-0007
https://doi.org/10.1002/9781119656913.ch7
https://doi.org/10.1016/j.sbspro.2016.04.032


Jemar B. Abenoja, Dhamian John C. Blase, Ronald E. Almagro 

182  Tarbawi: Jurnal Keilmuan Manajemen Pendidikan, Vol. 10, No. 02, 2024, 169-184 

moderating role of continuance commitment: Evidence from the Pakistan hotel industry. 
Sustainability, 11(4), 1170. https://doi.org/10.3390/su11041170 

Hemphill, J. K. (1957). Development of the leader behavior description questionnaire. Leader behavior: The 
description and measurement/Columbus: Bureau of Business Research, Ohio State 
University. 

Hermina, U. N. (2019). Marketing strategy to increase tourist visits on nature tourism of 
mempawah mangrove park in the pasir village of mempawah regency. Jurnal Terapan 
Manajemen dan Bisnis, 5(2), 51-60. 

Hosseini, S. H., Hajipour, E., Kaffashpoor, A., & Darikandeh, A. (2020). The mediating effect of 
organizational culture in the relationship of leadership style with organizational learning. 
Journal of human Behavior in the social environment, 30(3), 279-288. 
https://doi.org/10.1080/10911359.2019.1680473  

Ilies, L., Salagean, H. C., & Beleiu, I. (2017). The impact of quality culture and leadership on 
customer relationship in organizations from the Romanian metal construction industry. 
Amfiteatru Economic, 19(11), 1050-1063. 

Indahingwati, A., Launtu, A., Tamsah, H., Firman, A., Putra, A. H. P. K., & Aswari, A. (2019). 
How digital technology driven millennial consumer behaviour in Indonesia. Journal of 
Distribution Science, 17(8), 25-34. http://dx.doi.org/10.15722/jds.17.08.201908.25 

Indarti, S., Fernandes, A. A. R., & Hakim, W. (2017). The effect of OCB in relationship between 
personality, organizational commitment and job satisfaction on performance. Journal of 
Management Development, 36(10), 1283-1293. https://doi.org/10.1108/JMD-11-2016-0250  

Khan, M. A., Ismail, F. B., Hussain, A., & Alghazali, B. (2020). The interplay of leadership styles, 
innovative work behavior, organizational culture, and organizational citizenship behavior. 
Sage Open, 10(1), 2158244019898264. https://doi.org/10.1177/2158244019898264  

Kurtessis, J. N., Eisenberger, R., Ford, M. T., Buffardi, L. C., Stewart, K. A., & Adis, C. S. (2017). 
Perceived organizational support: A meta-analytic evaluation of organizational support 
theory. Journal of management, 43(6), 1854-1884. https://doi.org/10.1177/0149206315575554 

Latham, G. P., Fraccaroli, F., & Sverke, M. (2017). What am I supposed to do in my job? Set goals 
and appraise your people. Introd. Work. Organ. Psychol. Int. Perspect, 64-79. 

Marx, T. G. (2015). The impact of business strategy on leadership. Journal of Strategy and Management, 
8(2), 110-126. https://doi.org/10.1108/JSMA-06-2014-0042  

Mayshak, R., Sharman, S. J., Zinkiewicz, L., & Hayley, A. (2017). The influence of empathy and 
self-presentation on engagement with social networking website posts. Computers in Human 
Behavior, 71, 362-377. https://doi.org/10.1016/j.chb.2017.02.026  

Mitchell, T. R., & Scott, W. G. (1987). Leadership failures, the distrusting public, and prospects of 
the administrative state. Public Administration Review, 445-452. 
https://doi.org/10.2307/975885  

Naderi, N., & Jadidi, L. (2014). The study of the effects between leadership style, organization 
culture, employees performance on leadership performance (Case: Government Hospitals in 
Isfahan). International Journal of academic research in business and social sciences, 4(12), 187-198. 
http://dx.doi.org/10.6007/IJARBSS/v4-i12/1338  

Nadler, D. A., & Nadler, M. B. (1998). Champions of change: How CEOs and their companies are mastering 
the skills of radical change. Jossey-Bass. 

Naqshbandi, M. M., Tabche, I., & Choudhary, N. (2019). Managing open innovation: The roles of 
empowering leadership and employee involvement climate. Management Decision, 57(3), 703-
723. https://doi.org/10.1108/MD-07-2017-0660  

Nguyen, H. M., Mai, L. T., & Huynh, T. L. (2019). The role of transformational leadership toward 
work performance through intrinsic motivation: A study in the pharmaceutical field in 
Vietnam. The Journal of Asian Finance, Economics and Business, 6(4), 201-212. 
https://doi.org/10.13106/jafeb.2019.vol6.no4.201 

https://doi.org/10.3390/su11041170
https://doi.org/10.1080/10911359.2019.1680473
http://dx.doi.org/10.15722/jds.17.08.201908.25
https://doi.org/10.1108/JMD-11-2016-0250
https://doi.org/10.1177/2158244019898264
https://doi.org/10.1177/0149206315575554
https://doi.org/10.1108/JSMA-06-2014-0042
https://doi.org/10.1016/j.chb.2017.02.026
https://doi.org/10.2307/975885
http://dx.doi.org/10.6007/IJARBSS/v4-i12/1338
https://doi.org/10.1108/MD-07-2017-0660
https://doi.org/10.13106/jafeb.2019.vol6.no4.201


 Organizational Culture and Leadership Style Among Local Government Unit of Davao del Norte, Philippines 

Tarbawi: Jurnal Keilmuan Manajemen Pendidikan, Vol. 10, No. 02, 2024, 169-184  183 

Nur, Y. (2021). The influence of customer relationship management on customer satisfaction. 
Jurnal Economic Resource, 4(2), 90-100. https://doi.org/10.33096/jer.v4i1.864 

Ogbonna, E., & Harris, L. C. (2000). Leadership style, organizational culture and performance: 
empirical evidence from UK companies. International Journal of human resource management, 11(4), 
766-788. https://doi.org/10.1080/09585190050075114 

Ojiaku, O. C., Nkamnebe, A. D., & Nwaizugbo, I. C. (2018). Determinants of entrepreneurial 
intentions among young graduates: perspectives of push-pull-mooring model. Journal of 
Global Entrepreneurship Research, 8, 1-17. https://doi.org/10.1186/s40497-018-0109-3 

Paais, M., & Pattiruhu, J. R. (2020). Effect of motivation, leadership, and organizational culture on 
satisfaction and employee performance. The journal of Asian finance, economics and business, 7(8), 
577-588. https://doi.org/10.13106/jafeb.2020.vol7.no8.577  

Pfeffer, J. (1998). The human equation Boston. MA: Harvard Business School Press 
Razak, A., Sarpan, S., & Ramlan, R. (2018). Effect of leadership style, motivation and work 

discipline on employee performance in PT. ABC Makassar. International Review of Management 
and Marketing, 8(6), 67. https://doi.org/10.32479/irmm.7167 

Raziq, M. M., Borini, F. M., Malik, O. F., Ahmad, M., & Shabaz, M. (2018). Leadership styles, goal 
clarity, and project success: Evidence from project-based organizations in Pakistan. Leadership 
& Organization Development Journal, 39(2), 309-323. https://doi.org/10.1108/LODJ-07-2017-
0212  

Ridwan, R., Nur, Y., & Mariah, M. (2021). The Influence of Customer Relationship Management 
on Customer Satisfaction. Jurnal Economic Resources, 4(2), 90-100. 
https://doi.org/10.33096/jer.v4i1.864 

Sarkum, S., & Syamsuri, A. (2021). The role of marketing function for competitive advantage. 
Quality-Access to Success, 22(180). 

Satyvendra. (2019). Impact of Workplace Environment on Employee Performance. Sage 
Schein, E. H. (2004). Organizational Culture and Leadership. (3rd Ed’n.). San Francisco, CA: Jossey-

Bass 
Schimmoeller, L. J. (2010). Leadership styles in competing organizational cultures. Leadership review, 

10(2), 125-141. 
Serinkan, C., & Kiziloglu, M. An Investigation of the Relationship between Leadership Behaviours 

and the Organizational Culture. IOSR Journal of Business and Management (IOSR-JBM), 18(11), 
77-82. https://doi.org/10.9790/487X-1811077782 

Stogdill, R. M. (1974). Handbook of leadership: A survey of theory and research. Free Press.   
Syafii, L. I., Thoyib, A., & Nimran, U. (2015). The role of corporate culture and employee 

motivation as a mediating variable of leadership style related with the employee performance 
(studies in Perum Perhutani). Procedia-Social and Behavioral Sciences, 211, 1142-1147. 
https://doi.org/10.1016/j.sbspro.2015.11.152  

Sylvester, B. D., Curran, T., Standage, M., Sabiston, C. M., & Beauchamp, M. R. (2018). Predicting 
exercise motivation and exercise behavior: A moderated mediation model testing the 
interaction between perceived exercise variety and basic psychological needs satisfaction. 
Psychology of Sport and Exercise, 36, 50-56. https://doi.org/10.1016/j.psychsport.2018.01.004 

Turney, S. (2022). Pearson correlation coefficient (R): Guide & examples. Scribbr. 
Viernes, M. Z., Binuya, C. P., Lanorio, M. S., & San Pedro, A. B. (2018). The Perceived Leadership 

Styles of Division Chiefs and Department Heads of the Local Government Unit of 
Cabanatuan City in the Philippines. Open Access Library Journal, 5(8), 1-13. 
https://doi.org/10.4236/oalib.1104763  

Yao, T., Qiu, Q., & Wei, Y. (2019). Retaining hotel employees as internal customers: Effect of 
organizational commitment on attitudinal and behavioral loyalty of employees. International 
Journal of Hospitality Management, 76, 1-8. https://doi.org/10.1016/j.ijhm.2018.03.018  

Yukl, G. (2012). Leadership. Cases in Leadership (3rd. ed. pp. 1–42). Thousand Oaks, CA: Sage 

https://doi.org/10.33096/jer.v4i1.864
https://doi.org/10.1080/09585190050075114
https://doi.org/10.1186/s40497-018-0109-3
https://doi.org/10.13106/jafeb.2020.vol7.no8.577
https://doi.org/10.32479/irmm.7167
https://doi.org/10.1108/LODJ-07-2017-0212
https://doi.org/10.1108/LODJ-07-2017-0212
https://doi.org/10.33096/jer.v4i1.864
https://doi.org/10.9790/487X-1811077782
https://doi.org/10.1016/j.sbspro.2015.11.152
https://doi.org/10.1016/j.psychsport.2018.01.004
https://doi.org/10.4236/oalib.1104763
https://doi.org/10.1016/j.ijhm.2018.03.018


Jemar B. Abenoja, Dhamian John C. Blase, Ronald E. Almagro 

184  Tarbawi: Jurnal Keilmuan Manajemen Pendidikan, Vol. 10, No. 02, 2024, 169-184 

 

 


